This study aims to test the relationship between perceived empowering leadership behavior and the work engagement. Also, the mediating role of psychological empowerment in this relation has been examined. The study applied on a sample of 360 employees at the Egyptian cement industry in Upper Egypt. Data was collected using work engagement questionnaire based on the Schaufeli, Salanova, González-Romá, and Bakker (2002) scale. The current study used the scale of the Zhang & Bartol study (2010), prepared by Ahearne et al., (2005) to measure the empowering leadership behaviors. Psychological empowerment has been measured using Spreitzer (1995) and Zhung and Bartol (2010).
positively affecting employees' well-being and careers (Kim & Beehr, 2018) .
At the same time, work engagement as one of the positive work attitudes has an important impact on organizations' outcomes (Kumar & Pansari, 2014; Harter, Schmidt, Agrawal, & Plowman, 2013) . To consolidate the concept of work engagement, there are some psychological conditions should exist such as: meaningfulness, safety and availability (Khan, 1990) . This means that employees who experience psychological empowerment feel that their contribution are meaningful and they possess the ability to shape their work environment (Gregory, Albritton, & Osmonbekov, 2010; Klerk & Stander, 2014) .
It is therefore important to examine the direct influence of the empowering leadership behavior on work engagement in the Egyptian context in the Cement sector and to define the role of psychosocial empowerment as a mediating variable through which a leader can influence the subordinates. The Cement sector in Egypt is one of the important industries in Egypt. It consists of 25 companies employing 16553 employees, producing 58 Million tons of cement and yielding about 450 million Egyptian Pounds every year (Industrial Development Authority, 2018) . This study is applied on four companies in Upper Egypt in order to explore the above mentioned relationships between the study variables.
Prior Literature and Study Hypothesis

Perceived Empowering Leadership Behavior and Work Engagement
Conger and Kanungo (1988) and Hui (1994) identified five set behaviors of the empowered leader. The first one is enhancing the meaningfulness of work, which describes the way the leader uses to expand work responsibilities to make the work more meaningful to employees. The second set of behaviors includes fostering participation in decision making, which gets employees involved in making work-related decisions. The third and fourth sets of behaviors include providing autonomy from bureaucratic constrains and supporting goal achievement. The fifth set of behaviors is expressing confidence in high performance which help reflecting the values and beliefs of the leader on employees' capabilities. These sets of behaviors are formulated later in four dimensions of empowered leader behaviors scale of 12 items by Ahearne et al. (2005) .
The empowered leader's behavior is different from that of non-empowered (Burke, Stagl, Klein, Goodwin, Salas, & Halpin, 2006; Tuckey, Bakker, & Dollard, 2012) . The empowered leader's behavior helps facilitate the self-managed employees where opportunities of job learning and independence at work exist. This in turn will be reflected positively on job satisfaction, organizational commitment (Peachey, 2002; Dee & Duemer, 2003; Avolio, Zhu, William, & Bhatia, 2004; Carson & King, 2005; Bordin, Bartram, & Casimir, 2007) .
When the leader behaves in a way which is perceived by the employees as an empowered leader, these behaviors are found to be positively correlated with work engagement (Rasheed, Khan, and Ramzan, (2013) ; Ram & Prabhakar, 2011; Xu &Thomas, 2010 ). Schaufeli and Bakker (2004: 295) defined work engagement as "a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption". Sze & Angeline (2011) considered that work engagement is the most recent concept in relation to some other functional attitudes such as organizational commitment and job satisfaction, and this was reflected in the large number of researches that dealt with the job engagement as a structure characterized by several definitions and different dimensions. According to Schaufeli & Bakker (2004) , work engagement has three dimensions: vigor, dedication and absorption, where employees experience their work as stimulating and energetic to which they are devoting time and effort (vigor dimension): as a significant and meaningful pursuit (dedication dimension) and as engrossing and something on which employees are fully concentrated (absorption dimension).
The above noted literature revealed that there is a positive relationship between empowering leadership behavior and work engagement. Thus the first hypothesis of this study can be formulated as follows:
There is a positive relationship between the empowering leadership behavior and the work engagement" Raub & Robert (2012) stated that empowerment as a general concept is based on a set of practices that allows participation of all employees at all levels. Previous studies (e.g. Ahearne et al., 2005; Zhang & Sims, 2005) have pointed out that the empowered leader with influence can support the psychological empowerment of his/her subordinates by giving those greater discretionary powers. Hakimi, Van Knippenberg, and Giessner (2010) and Hui (1994) consider that the process of psychosocial empowerment is empowering others, and requires that the subordinate be aware of the extent to which his /her leader is empowered to be able to empower him/her. Shelton (2002) study suggested that the psychological empowerment of employees should be a factor that plays a dual role in empowering the leader and empowering the subordinate.
Perceived Leadership Empowerment Behavior and Psychological Empowerment
Other studies (e.g. Raub & Robert (2010) ; Randolph & Kemery (2011); Boudrias, Gaudreau, Savoie, and Morin, (2009)) showed that there is a significant relationship between the empowering leadership behaviors and the psychological empowerment of his/her subordinates. The study of Peachey (2010) stated that the empowerment of subordinates is influenced by the behavior of the leader. That study assumed that non-official managers may be ineffective and unable to communicate or transfer psychosocial empowerment to their subordinates compared to those leaders with an influence and an official power. The study results showed that the empowering leadership behavior dimensions had a significant impact on the psychological empowerment dimensions.
The psychological empowerment dimensions are meaning of work, competence, self-determination and impact. Meaning of work was described as "the value of a work goal or propose, judge in relation to an individual's own ideals or standards " (Spreitzer, 1995; p. 1443) . Competence, the second dimension was described as "an individual's belief in his or her capability to perform activities with skill" (Spreitzer, 1995 (Spreitzer, , p. 1443 . Third dimension, self-determination was described as "an individual's sense of having choice in imitating and regulating action" (Spreitzer, 1995 (Spreitzer, , p. 1443 . Impact dimension was defined as "the degree to which an individual can influence strategic, administrative or operating outcomes in the organization or larger environment" (Spreitzer, 1995 (Spreitzer, , p. 1444 .
The study of Zhang and Bartol (2010) examined the relationship between the behaviors of the empowered leader and the psychological empowerment at IT companies in China. The results showed a significant correlation between the empowering leadership behavior and the psychological empowerment of his subordinates. Their study identified a number of behavioral dimensions that reflect the behaviors of the empowered leader such as acting as role models, sharing information , guidance, granting independence, showing interest, and the promotion of work.
In their longitudinal study, Dierendonck & Dijkstra (2012) presented a different view, which emphasizes the role of subordinates in the relationship between the empowering leadership behaviors and psychological empowerment.
The empowered leader supports workers' understanding of the meaning and importance of work by providing subordinates with information about the goals and mission of the organization. Also, the fact that the leader delegates power to his subordinates will give them more autonomy. Thus, the empowering leadership behavior is one of the main reasons for the psychosocial empowerment of subordinates (Amundsen & Martinsen., 2015) .
In the Egyptian context, Hayder (2001) studied the factors affecting the psychological empowerment of the employees. His study showed a statistically significant relationship between organizational support and psychological empowerment. El-Mobied and Awad (2003) , tested the relationship between the psychological empowerment dimensions (Meaning of work, Competence, Self-determination and Impact) and the confidence in the leader. This relationship was found to be positive. Abdel Salam, Shawky, El-Nahass, & Nawar (2013) examined the relationships between job satisfaction, motivation, leadership, communication, and psychological empowerment. Their study supported the positive relationship between leadership support and the above noted variables including psychological empowerment.
It is noted that the relationship between empowering leadership behavior and psychological empowerment of employees in the Egyptian context needs more examination by researchers. Based on that and on the previous studies results the second hypothesis is formulated as follows:
There is a positive relationship between the empowering leadership behaviors and the psychological empowerment"
The Psychological Empowerment and Work Engagement
The psychological climate within the work environment is one of the main reasons for the work engagement (Czarnowsky, 2008; O'Neill & Arendt, 2008) . Olivier and Rothmann (2007) ; and May, Gilson, and Harter (2004) studies dealt with the relationship between psychological climate and work engagement. The results of these studies showed a significant correlation between the psychological climate and work engagement. Schaufeli and Bakker (2004) attributed the relationship between psychological empowerment and work engagement into the job demands and job resources models where each job has psychological, physical, social and organizational requirements. On the other side, each job has psychological, physical, social and organizational resources to meet these requirements. If these requirements are not met, the performance dysfunction and the turnover will increase. The psychological empowerment is one of the job resources that help meeting the job requirements (Ugwu, Onitsha, & Rodríguez-Sánchez, 2014 ). Olivier and Rothmann (2007) ; and May et al. (2004) studies dealt with the relationship between psychological climate and work engagement. The results of these studies showed a significant correlation between the psychological climate and work engagement. Stander and Rothmann (2010) studied the relationship between psychological empowerment and work engagement in some industrial organizations in South Africa. They found a statistical relationship between the two variables. The relationship between psychological empowerment and work engagement has been confirmed by Taghipour and Dezfuli (2013) study.
In the Egyptian and Arab context, the research initiatives were limited to the relationship between the psychological empowerment and some positive attitudes at work such as s organizational commitment, job satisfaction and organizational loyalty (El-Mobied & Awad, 2003; El-Sayed, 2003; and El-Masadi, 2003, Saif & Saleh, 2013) . The examination of the relationship between psychological empowerment and work engagement is not fully studied in the Egyptian context.
Based on the previous studies especially those conducted in the Egyptian context the third hypothesis is formulated as follows: H 3 : "There is a positive relationship between psychological empowerment work engagement".
The mediation Role of Psychological Empowerment
Greco et al. (2006) tested a model derived from the kantar model (1977) , based on the idea that employees' attitudes are attributed more to individual and collective situations they face than that of their personal traits. Her study proved the relationship between psychological empowerment and work engagement. This relationship was found to be increased in the existence of some variables such as: functional variables, variables related to structural empowerment, working conditions, self-efficacy, and identification with the leader. Such variables contribute to the interpretation of the relationship between the behavior of the empowered leader and work engagement.
Ahrearne et al. (2005) and Albrecht and Andreetta (2011), attributed the mediating role of psychological empowerment to some reasons, including the existence of statistical significance relationship between the empowered leader behavior on one hand and psychological empowerment on the other hand, and also a statistical significant relationship between psychological empowerment in one hand and work engagement on the other hand.
The psychological empowerment was found to be mediating the relationship between leadership behaviors (transformational and transactional leadership) and the organizational identity of the subordinates (Zhu, Sosik, Riggio, and Yang. (2012) ) and between the empowered leader's behavior and some work attitudes such as job satisfaction and creativity (Amundsen & Martinsen, 2015) , organizational commitment (Careless, 2004; Avolio, et al. 2004; Raub & Robert, 2012) . In the same context, Zhang and Bartol, (2010) concluded that empowering leadership is positively affecting psychological empowerment, which in turn influencing both intrinsic motivation and creative process engagement. Menon (1999) suggested that employees differ in their willingness and responsiveness to the powers granted to them in perceiving the psychological empowerment would increase the preference of researchers to consider psychological empowerment as a mediating variable and this is what the study of Ghadi, Fernando, & Caputi, (2012) indicated. That is employees differ in their perception of value and meaning of work.
Other studies (Albrecht & Andreetta, 2011; Klerk & Stander, 2014) dealt with the mediating role of psychosocial empowerment on the relationship between the empowering leadership behavior and the work engagement. However, the mediation effect of psychological empowerment on the relationship between the empowering leadership behavior and work attitudes including work engagement was varying from full mediation (Klerk & Stander (2014) ) to partial mediation (Raub & Robert, 2012) based on the level of the relationship between the independent variable (empowering leadership behavior) and the dependent variable (work engagement) (Lorinkova & Perry, 2017) .
On the contrary, Lishchinsky and Tsemach (2014) 
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The study these fact 5373 ind shown in The conformity factor analysis suggested single second-order analysis with an acceptable fit (X 2 /df= 2.922, CFI=.980, RMSEA= .073). This improvement has been made to have an acceptable fit. In turn 8 items of the scale have been deleted (items 4, 5, 6 and 7 from the first dimension: vigor; for the second dimension: dedication: items 1and 3, for the third dimension: absorption: items 1 and 5). Cronbach's Alpha for the whole scale is .922.
Perceived empowering leadership behavior: The current study uses the scale of the Zhang & Bartol study (2010), prepared by Ahearne et al., (2005) . The measure, with 12 items, has four dimensions: enhancing the meaning of work, fostering participation in decision making, expressing confidence in high performance and providing autonomy from bureaucracy constraints. Examples of questionnaire items include:-(1) Enhancing the meaning of work: My manager helps me understand the importance of my work to the overall effectiveness of the company, (2) for Fostering participation in decision making:-My manager solicits my opinion on decisions that may affect me, (3) for Expressing confidence in high performance:-My manager expresses confidence in my ability to perform at a high level, and (4) for Providing autonomy from bureaucracy constraints:-My manager allows me to do my job my way.
The conformity factor analysis suggested single second-order analysis with an acceptable fit (X2/df =2.258, CFI=0.982, RMSEA=.059). None of the scale items (12) has been deleted. Cronbach's Alpha for the whole scale is .926.
Psychological empowerment has been measured using Spreitzer [1995) and Zhung & Bartol (2010) . The measure consists of four dimensions as follows: meaning of work, competence, self-determination and impact. Examples of questionnaire items include:-I am confident about my ability to do my job, My job activities are personally meaningful to me, and The work I do is meaningful to me.
The conformity factor analysis suggested single second-order analysis with an acceptable fit (X 2 /df =2.286, CFI=0.979, RMSEA=.056). None of the scale items (12) has been deleted. Cronbach's Alpha for the whole scale is .891.
Statistical Methods Used in Data Analysis
• The study used the Statistical Package for Social Sciences (SPSS) program in data processing for AMOS.
• The study used the Analysis of Moment Structures (AMOS). The present study used the structural equation model: the measurement model to test the quality of compatibility between the collected data and the theoretical data, and the structural model to test the study hypotheses.
• The Sobel (1982) standard was used to test the mediation effect of psychological empowerment. Table 2 shows the correlation coefficients of study variables. The coefficients show that the leadership empowerment behaviors is correlated with the work engagement by .51. The psychological empowerment is correlated with the work engagement by .61. All of these correlation coefficients are significant. ijbm.ccsen
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The third engageme 0.000. Vol. 13, No. 12; 2018 and the work engagement as mediated by psychological empowerment (0.67), and the total effect of both variables on the work engagement was 0.61. Based on these values, the fourth hypothesis is accepted where there is a significant effect of psychological empowerment as it is fully mediating the relationship between the leadership empowerment behavior and work engagement.
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In order to confirm these results, the Sobel criterion was used for interstitial mediation testing, which is achieved when the measured estimates are not less than 0.08, and the value of P is significant. The weighted estimates of the result are equal to the multiplying the value of the first path (independent and mediator) by the second path (mediator and dependent). This result is reflected in table (4) obtained from the Sobel Test. The standard estimates reached (0.89X 0.76) = 0.676, the value of T = 4.168, and P =0.000), which is higher than that of the Sobel standard (0.08) and thus the mediation effect of the psychological empowerment is proven. So, the fourth hypothesis is accepted. 
Discussion and Study Implications
The study aimed to test the effect of the empowering leadership behavior and psychological empowerment as causal variables on the work engagement as one of the positive trends directed towards the tasks assigned to the workers by applying to the employees in the cement sector in Upper Egypt.
The results did not support the first hypothesis that predicted the direct positive relationship between the empowering leadership behaviors. This result raises some questions concerning the leader-member relationship, antecedents of employees' engagement such as organizational support, organizational justice (Rasheed et al, 2013) , moral climate (Taghipour & Dezfuli, 2013) and the organizational culture in cement factories. Also, this is may be because of the nature of the work engagement. That is, some writers explain this nature by focusing on the state aspects of work engagement, and how the level of work engagement changes and develops over time (Kahn, 1990; Sonnentag, Binnewies, & Mojza, 2010) . In this sense, work engagement is seen as a reflection of individuals' momentary feelings about themselves and their environment at a certain point in time (Xanthopoulou, Bakker, Heuven, Demerouti, & Schaufeli, 2008) , which implies that work engagement is a dynamic experience (Sonnentag, 2003 , Støren, 2017 . This implies that examining the work engagement should be better done through longitudinal studies (Støren, 2017 , Xanthopoulou, Bakker, & Kantas, 2012 .
The results of this study provide a statistical evidence that the employees' perception of the empowering leadership behavior is likely to be positively affecting psychological empowerment. Results of our study are in the line with the results of some previous studies (e.g., Peachey, 2002; Ahearne et al., 2005; Raub & Robert, 2010) .
These findings indicate that, in spite of the importance of the empowerment as management practices (administrative empowerment) by the leader, the empowerment as a psychic state for subordinates (psychological empowerment) has the same importance at work. Also, it should be noted that psychological empowerment may contribute to the empowerment of the leaders. That is to say, there is a mutual influence between the two variables as indicated by the Dierendonck and Dijkstra (2012) study, which tested the relationship of the mutual influence between the behaviors of the empowered leader's behavior and psychological empowerment. This emphasized the need to test this relationship in the Egyptian context in future studies.
The results of the present study confirmed the positive relationship between psychological empowerment and the work engagement. These results are consistent with that of some of previous studies (e.g., Stander & Rothmann, 2010; Taghipour & Dezfuli, 2013; Khatri & Khushboo, 2013; Jose & Mampilly, 2014) . Such results reflect the ability of psychological empowerment as an independent variable to interpret work engagement as a dependent variable.
The main concern of this study was to measure the mediating role of the psychological empowerment in the ijbm.ccsenet.org
International Journal of Business and Management Vol. 13, No. 12; 2018 relationship between the empowering leadership behavior and the work engagement. The results confirmed that psychological empowerment had an indirect effect on the relationship between leadership empowerment behavior and work engagement.
These results are consistent with some previous studies, (eg, Albrecht & Andreetta, 2011; Raub & Robert, 2010; Zhu et al., 2012; Raub & Robert, 2012; Klerk & Stander, 2014) . Also, the results reflect the importance of psychological empowerment as a mediating variable in interpreting the relationship between the behavior of the empowered leader and the work engagement. So, it is expected that the psychologically empowered employees can clearly perceive the behaviors of the empowered leaders.
Conclusion
The positive correlation between the empowering leadership behavior and psychological empowerment indicates that if organizations want to maintain psychological empowerment, they should support the behavior of the empowered leader by giving the managers more professional authority. At the same time, the relationship between empowering leadership behaviors and work engagement is clearly improved when mediated by psychological empowerment. This implies that the way to more leadership influence will go through more psychological empowerment given to the employees.
The study proved that the psychological empowerment is fully mediating the relationship between the empowered leader's behavior and work engagement. This may draw the attention of the management at the cement factories to increase the area of empowering both leaders and employees. Leaders in turn should work more with enhancing the leader-member relations. This may lead to enhancing the effect of empowering leadership behaviors on work engagement in the future.
The cement factories need to work out a plan of interventions that include giving the current leader some administrative and financial authorities, creating second-class leaders, developing the skills of current leaders, raising the level of employees' self-efficacy. Also, the administration at these factories is recommended to give employees opportunities to determine their career, and rework the vision of the factory to include the concept of work engagement.
The Study Limits
Finally, various limitations of this study ought to be considered. Data collection relies mainly on the selfadministered questionnaire in a cross-sectional study. This may lead to the bias associated with the self-administered questionnaire may be due to social desirability bias (Özarallı, 2015) . At the same time, the nature of work engagement as discussed earlier showed that it is better to examine the work engagement and related variables in a multi-level and longitudinal study. All of these limitations represent avenues of future research in work engagement in Egypt. 
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